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The purpose of this study is to examine the effect of perceived organizational culture, 
perceived organizational support, and self-efficacy on work engagement among 
academic staff in the College of Business (COB), Universiti Utara Malaysia (UUM). 
A cross-sectional research design has been used in this study to integrate literature 
review and survey questionnaire as a major procedure to gather the data. Data was 
collected through self-administered questionnaires distributed to 230 academic staff 
in the COB with only 203 questionnaires returned that were used further analysis 
using SPSS version 22.0 software. The findings of this study revealed that perceived 
organizational culture, perceived organizational support, and self-efficacy have 
positively significant effects on work engagement. The results found that perceived 
organizational culture to be the most significant variable influencing work 
engagement among academic staff in the COB, UUM. 
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Kajian ini bertujuan untuk mengkaji kesan persepsi budaya organisasi, persepsi 
sokongan organisasi dan keyakinan diri terhadap keterlibatan kerja di kalangan staf 
akademik di Kolej Perniagaan, (COB), Universiti Utara Malaysia. Kajian keratan 
rentas telah digunakan dalam kajian ini untuk mengintegrasikan sorotan kajian  dan 
tinjauan soal selidik sebagai prosedur utama untuk mengumpul data. Sebanyak 230 
soal selidik telah diedarkan kepada staf akademik di COB, dan hanya 203 soal 
selidik dikembalikan untuk analisis selanjutnya dan sah untuk di analisis dengan 
menggunakan perisian SPSS versi 22.0.Hasil kajian ini telah menunjukkan bahawa 
persepsi budaya organisasi, persepsi sokongan organisasi dan keyakinan diri 
mempengaruhi keterlibatan kerja. Keputusan kajian juga menunjukkan persepsi 
budaya organisasi pembolehubah yang paling signifikan mempengaruhi keterlibatan 
kerja di kalangan staf akademik di COB, Universiti Utara Malaysia. 
 
Kata kunci: Persepsi budaya organisasi, persepsi sokongan organisasi, keyakinan 
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1.0   Introduction 
This chapter comprises of background of the study, problem statement, research 
question, research objective, scope and limitation of study, significance of the study 
and organization of the chapter in the thesis.  
 
1.1 Background of Study 
There is a rapid growth of interest among organizations and academics on the topic 
of work engagement (Guest, 2014). Employee engagement is very important since 
organizations have become more demanding from their workers compared to 
previously (Sahoo & Mishra, 2012). To be highly competitive in a rapidly changing 
workforce and tumultuous economic environment, organizations need to hire 
employees who are proactive and can give commitment to increase their performance 
to a high standard (Chughtai & Buckley, 2011). 
 
It is essential for organizations to have a better workforce in order to be more 
competitive and to increase their market growth. Engaging with employees will help 
the organizations to achieve their goals (Schaufeli, 2013). Albrecht (2012) mentioned 
that there are many elements needed to be focused on such as the arrangement of 
employment-level assets (profession advancement, chief help, self-governance and 
part lucidity), hierarchical-centered assets (a culture of decency and support) and 
group-centered assets (group atmosphere) that play a vital role to get greater results 
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on work engagement. Organizations that are successful in engaging their workforce 
can accomplish positive organizational benefit, for example, enhanced efficiency, 
increased profit and higher retention rates (Agarwal et al., 2012). Similarly, 
Schneider et al (2017) argued that effective organisations can positively make the 
employee engaged emotionally, physically and cognitively with work that they are 
doing and also it can help to make them energized and focused on their job   
 
In addition, most researchers have identified a link between the employee’s level of 
engagement at work and long-term outcomes for organizations. A study by Rich, 
Lepine and Crawford (2010) discovered that an engaged workforce can give positive 
outcomes through numerous ways, including exhibiting higher individual task 
performance and more organizational citizenship behaviors. Other research indicated 
that engagement among employees may even contribute to increased organizational 
success, possibly via an increase in employees’ discretionary effort applied toward 
their work (Shuck, Reio & Rocco, 2011). 
 
However, disengagement likely occurs because of exhaustion. Allam (2017) defined 
disengagement as lack of interest, enthusiasm and commitment of employees with 
their work or a workplace. Meanwhile, Saks (2006) argued that disengaged 
employees are likely to show negative job attitude, for instance, not being involved 
in work, uncommitted and lack of organizational citizenship behavior. According to 
Anbar and Eker (2007) academicians also suffer from disengagement which they 
develop behavioural attitudes such as no attention, less communication and lower 
performance. These matters should be of concern to the organization and to it should 
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identify and observe the reasons on their employees’ disengagement in order to make 
them engaged with their work. In a higher education institution, the academic staff is 
an essential part in the running of the university (Basarudin et al., 2016).  
 
Higher education institutions are also affected by global changes in terms of social, 
cultural, political and technological system (Silman, 2014). To be competitive and to 
maintain the quality of education, higher education institutions need to ensure that 
the planning process, communication, leadership, teamwork, and problem-solving 
are well assisted by the management. Alzyoud, Othman and Mohd Isa (2015) argued 
that it is important to have academic staff who are engaged because it will increase 
productivity and drive the university to a higher level.  Moreover, high levels of 
work engagement will give a positive workplace outcome like increased employee 
commitment, and organisational performance (Geldenhuys, Łaba, & Venter, 2014). 
 
Besides their main role in teaching and learning, they also need to produce more 
research and high quality in order to lift the university rank higher (Basarudin et al., 
2016). This is because to publish research is one of tasks that academic staff need to 
do other than teaching and learning.  According to Markos and Sridevi (2010) 
academicians who feel they are being valued by the management will likely 
encourage them to be more engaged and committed with their work. 
 
Furthermore, academic staff feel burdened about the universities’ ambition to 
achieve high placement on the world university rankings. Nowadays, the obsession 
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to be in the global ranking has attracted many higher education institutions and 
governments (Masron, Ahmad & Rahim, 2012). In order to achieve this target, a lot 
of effort is needed from every section of the university including the university 
management, academic staff and students.  
 
Academic staff’s attitude and behaviours have significant effects on the performance 
of the university. As academic staff play a vital role in the university’s performance, 
it is necessary for the university management to determine factors that might 
influence academic staff work engagement. For instance, the number of credit hours 
can sometimes become excessive and combined with a burdensome KPI, force 
academic staff to give extra effort in contributing to the university (Azlan, Rosnah & 
Rizal, 2017). Azlan, Rosnah & Rizal, (2017) also argued that increased workload 
among academic staff will affect the quality of productivity and in turn, leads to low 
work engagement.   
 
According to Van den Berg, Bakker and Ten Cate (2013) feedback on work 
performances is important to increase work engagement among academic staff. 
Moreover, organizations that give autonomy to academicians and social support will 
generate positive effects which can make the work environment more pleasant and 
increase participation through sharing of ideas and suggestions that shows their 





1.2 Problem Statement 
Rapid changes in the working environment have created a need to engage the 
workforce in organization activities in order to achieve organization objectives.  
According to Huseein, Razak and Omar (2017) if the organization wants to be more 
competitive, they need to give the highest priority on reaching the highest 
performance in the organization. They further stated that, employees who are well 
engaged with his or her work are valuable assets for the organization because they 
can contribute to the organization’s innovativeness and productivity which translate 
to higher organization performance. However, it will be a problem when the 
organization is having disengaged employees as it will hinder effort to accomplish 
their objectives and goals (Allam, 2017).  
 
In an educational context, the educational system is considered to be a backbone of 
any country. Higher education institutions (HEI) are organizations that perform a key 
role within contemporary societies by educating large proportions of the population 
and generating knowledge (Basarudin et al., 2016). Sajid and Shaheen (2013) stated 
that the role of academic staff as a nation builders is very crucial and is related with 
the development of nations. In the past, universities focused on producing human 
capital but today due to the changes of globalisation, they need to focus on infusing 
values and include training that can give advantages to the industry and to the society 
as well (Basarudin et al., 2016). Therefore, in order to overcome the challenges in 
future, HEI’s need to be prepared and train human capital that are innovative, 




Furthermore, according to Erus, Cakmak and Celebi (2015) to enhance the higher 
education system, it is essential to know more about academic staff’s needs and their 
perspectives on their job. Thus, in order to be more competitive and sustain the 
organization’s success, management needs to ensure academic staff are engaged with 
their work (Alzyoud, Othman & Isa, 2014). In line with work environment changes, 
the job of academic staff has become more challenging as they have heavy 
responsibilities such as teaching and supervision, guiding students, research and 
consultation, community service, conducting projects, and also administrative work 
(Erus, Cakmak & Celebi, 2015; Basarudin at al., 2016).  
 
Moreover, a study by Rahman and Avan (2016) found that increasing workload 
among academic staff is not reasonable even though the organization is willing to 
increase their salaries. According to the academic staff, the excessive workload had 
become a burden making them too exhausted which in turn will affect their research 
activities and creating problems in their work life balance. Based on Rahman and 
Avan (2016) private universities tend to require their academic staff to do 
administrative work instead of doing their own work. Thus the additional workload 
takes time away from research activities (Basarudin et al., 2016). In turn, this will 
cause stress among academic staff and affects their motivation, performance and 
reduces engagement in their work (Sajid & Shaheen, 2013). They also stated that 
many academic staff are not happy with their amount of workload and it should be 




Another problem faced by academic staff is regarding their performance 
measurement (Masron, Ahmad & Rahim, 2012). The performance criteria are 
normally termed as key performance indicators (KPI). Recently, the qualification and 
criteria that are needed for promotion are based on the outcome of scientific research 
(Azlan & Rizal, 2017). Masron, Ahmad and Rahim (2012) argued that other than 
publication and research, the KPI’s should also include several aspects such as 
teaching, supervision and consultancy. 
 
In addition, for academic staff who are seeking for a promotion, it is compulsory for 
them to produce two to three publications in academic journals per year and publish 
in high impact publications and citations (Basarudin et al., 2016). Basarudin et al. 
(2016) stated that academic staff need to do extra workload and effort to reach their 
individual KPI targets. In addition, research and supervision are also factors that 
cause stress and exhaustion to academicians that lead them to be less engaged with 
their work (Azlan & Rizal, 2017). 
 
According to Brenyah and Darko (2017) organizational culture is one of the elements 
that could affect employee engagement and performance. Organizations that practice 
a positive culture can encourage job and work engagement among their employees 
(Parent & Lovelace, 2015). Brenyah and Darko (2017) stated that the organization’s 
goals and objectives usually influence organizational culture, and has direct impact 
on employee morale and their level of engagement. Thus, the organizational culture 
and policies that are practiced in the organization could influence academic staff to 
engage with their work.  
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Apart from that, perceived organizational support (POS) also has a positive 
relationship with employees’ job and organizational engagement (Saks, 2006). 
According to Biswas and Bhatnagar (2013) interaction between the organization and 
their employees about higher level of POS will enable employees to utilize their 
abilities without any doubts or threats to their jobs, social standing and self-esteem. 
When an employee perceived that their organization care about their well-being and 
values their contribution, they will return the favourable treatment by engaging in 
performances that benefits the organization (Gavino, Wayne & Erdogan, 2012). 
Thus, POS could encourage academic staff to be more engaged and committed to 
accomplish their tasks.  
 
Furthermore, Consglio, et al (2016) argued that self-efficacy also effects work 
engagement and it can be long-lasting which leads individual to contribute to the 
organization’s performance. When employees have high self-efficacy they are able to 
complete their tasks without any problems because they already set in their minds to 
be positive and be self-confident (Liu, Cho and Putra, 2017). Damen and Dam 
(2016) argued that employees that have high self-efficacy will be able to accept any 
challenges in their work and are willing to learn and develop their skills which can 
make them more engaged with their job in the future. Thus, organizations play an 
important role to provide training and development to increase academic staff self-
efficacy so that they could engage more with their work.  
 
Therefore, this study aimed to examine the effect of perceived organizational culture, 
perceived organizational support, and self-efficacy on work engagement among 
9 
 
academic staff in the College of Business, Universiti Utara Malaysia. This study will 
help University management to recognize the elements that affect academic staff 
engagement with the purpose of enhancing the effectiveness and efficiency as well 
productivity of Universiti Utara Malaysia.  
 
1.3 Research Questions 
This research was conducted to examine the relationship between perceived 
organizational culture, perceived organizational support, and self-efficacy and work 
engagement among academic staff in the College of Business (COB), Universiti 
Utara Malaysia. Therefore, this study endeavours to answer the following questions: 
i. Does the perceived organizational culture related to work engagement? 
ii. Does the perceived organizational support related to work engagement? 
iii. Does self-efficacy related to work engagement? 
 
1.4 Research Objectives 
The objectives of this study was to look at the relationship between perceived 
organizational culture, perceived organizational support, self-efficacy and work 
engagement among academic staff in COB, University Utara Malaysia. In particular, 
the objectives of this study were: 
i. To examine the relationship between perceived organizational culture and 
work engagement among academic staff in COB. 
10 
 
ii. To examine the relationship between perceived organizational support and 
work engagement among academic staff in COB. 
iii. To examine the relationship between self-efficacy and work engagement 
among academic staff in COB. 
 
1.5 Significance of Study 
The main aim of the study was to examine whether the perceived organizational 
culture, perceived organizational support, self-efficacy affects work engagement 
among academic staff in the College of Business, Universiti Utara Malaysia.  Thus, 
the result of conducting this research and its findings are very important in providing 
some insights into the factors that are needed to encourage work engagement. This 
study will help the administration of the university in addressing the factors that 
contribute to academic staff work engagement. 
 
With that, any suggestions from this study about policy and practices can be taken 
into consideration by the management of University Utara Malaysia (UUM) to 
enhance academic staff level of engagement as well as their productivity and 
commitment. Finally the research findings can be used as direction for future 






1.6  Scope of Study 
The focus of the study was to examine the effects of perceived organizational 
culture, perceived organizational support, and self-efficacy on work engagement 
among academic staff. The study was conducted in Universiti Utara Malaysia 
(UUM). For this purpose, the respondents were among the academic staff in the 
College of Business (COB). There are five schools under COB which are the School 
of Business Management, Islamic Business School, School of Technology 
Management and Logistic, School of Economic, Finance and Banking, and School of 
Accountancy. 
 
1.7 Definition of Key Terms 
1.7.1 Work Engagement 
Work engagement is defined as appositive, rewarding and job-related state of mind 
which is divided into three characters which are vigor, dedication and absorption 
(Schaufeli & Bakker, 2004). 
 
1.7.2 Perceived Organizational Culture 
According to Deshpande et al. (1993), organizational culture refers to the example of 
shared qualities and convictions that helps individuals in an organization to 





1.7.3 Perceived Organizational Support 
According to Eisenberger et al (1986), perceived organizational support is defined as 
the employees’ global beliefs with extent to which the organization values their 
contributions and cares about their well-being.  
 
1.7.3 Self-efficacy 
Self-efficacy is characterized as a person's convictions on deciding their level of 
inspiration, as reflected in how much exertion they will apply in an undertaking and 
to what extent they will continue on despite snags (Bandura, 1989). 
 
1.8 Organization of the Thesis 
In chapter 1 consist of the introduction of the study, problem statement, research 
objectives, research questions and significance of the study, scope of study, 
definition of key terms and organizational of the study. Next, chapter 2 consist about 
literature review of the summary from relevant secondary sources of the data is 
discussed. In this literature review, work engagement is discussed as a dependent 
variable, while perceived organizational culture, perceived organizational support 
and self-efficacy as independent variables. Then, chapter 3 discussed the research 
design, population and sampling, variable measurements, questionnaire design, and 
methods of data analysis. While, chapter 4 discussed on the results of the study. The 
respondents profile, descriptive analysis, and reliability of the variables and the 
results of hypotheses tested are presented. A summary of results is obtained at the 
end of this chapter. Lastly, final chapter discussed about the finding and 
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recommendations are discussed. It will discuss in more detail relating to the theory 
and past research. It also will highlight theoretical and practical implications, 























The second chapter comprises the literature review on work engagement, drivers of 
work engagement, the concepts of perceived organizational culture, perceived 
organizational support and self-efficacy. It also explains the relationship between 
perceived organizational culture, perceived organizational support, and self-efficacy 
and work engagement. The underpinning theory also will be discussed in this 
chapter. 
 
2.1  Work Engagement 
The concept of employee’s work engagement was developed by William A. Kahn in 
1990 in his study of personal engagement. The term ‘engagement’ had been defined 
in various ways such as personal engagement, work engagement, job engagement or 
employee engagement (Welch, 2011). Based on Kahn (1990) employee engagement 
refers to “the simultaneous employment and expression of a person’s ‘preferred self’ 
in task behaviours that endorse the connection to work and others, personal presence 
(physical, cognitive, emotion) and active full performances”.  
 
Meanwhile, Schaufeli et al. (2002) defined engagement as a positive, fulfilling, 
work-related state of mind that is characterized by absorption, dedication, and vigor. 
Absorption means being fully concentrated and happily immersed in one’s work and 
one has problems with detaching oneself from work. Dedicated is about the sense of 
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significance, enthusiasm, challenge, pride and inspiration. “While vigor refers to the 
highest level of energy, mental resilience during working Vigor is also where it is the 
person’s willingness to invest extra effort in one’s work, and persistence in face of 
difficulties. Thus, Kahn (1990) and Schaufeli and Bakker (2004) shared a common 
focus on the expressions of engagement: cognitive-absorption; emotional-dedication; 
and physical-vigor.”  
 
Furthermore, “Macey and Schneider (2008) describe employee engagement as a 
desirable situation, has an organizational purpose and indicates involvement, passion, 
enthusiasm, commitment, focused effort, and energy, so it has behavioural 
components and both attitudinal. The concept of engagement in the tripartite level 
comprised trait, state and behavioural constructs, as well as the work and 
organizational conditions that influence behavioural engagement (Macey & 
Schneider, 2008). Similarly, Albrecht (2010) interpret employee engagement as a 
positive and energized work-related motivational state and willingness to contribute 
to work role and organizational success.”  
 
Bakker (2014) argued that engaged employees always show a positive attitude since 
they are more appreciated, recognized and successful which help them build a 
positive reaction. A previous study found that work engagement has a significant 
relationship with personal outcomes (Patrick and Bhat, 2014). Therefore, employee 
engagement can be a strong factor to increase organizational performance and affects 
employee loyalty and productivity as well (Andrew & Sofian, 2012).  
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Other than that, it is important for employees to have a feeling of their work being 
meaningful and treasured in order to be more engaged (May et al., 2004). 
Meaningful work is very important to individuals because it leads them to engage 
with their work and organizational outcomes (Soane et al., 2013). An individual 
potentially can experience meaningfulness of work when they know the job they are 
doing and once they found the work meaningful it will influence their behavior and 
attitudes toward their work (Petchsawanga & Duchon, 2012). Asik-Dizdar and Esen 
(2016) argued that individuals who believe their work to be meaningful tend to be 
joyful and looking forward to coming to work every day, which in turn enhance their 
work wellbeing and performance.  
 
Moreover, work engagement has a positive relation with innovative work behaviours 
and negatively related to withdrawal intentions (Agarwal et al., 2012). Successful 
organizations are due to the development of engaged employees which leads to 
organizational advantages such as increased profits and improved productivity. 
Similarly, Ariani (2013) argued that employees who are engaged with their work 
tend to display extra role behavior towards achieving goals and perform their task 
efficiently. Individuals those have a positive perception on their work will 
consistently feel enthusiastic with their job compared those who are disengaged 
(Ariani, 2013) and are more likely to show extra positive and a lesser amount of 






2.1.1 Drivers of Work Engagement 
Job resources as well as personal resources have a profound impact on employee 
well-being which includes work engagement (Bakker & Demeroiti, 2007). Empirical 
studies have shown that job resources significantly correlate to work engagement, 
particularly under conditions of high job demands. Studies have also indicated that 
several personal resources are also related to work engagement (Xanthopoulou, 
Bakker, Demerouti & Schaufeli, 2009). 
 
Job resources as a driver of work engagement is a derivative of the job demand-
resources (JD-R) model (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001). 
According to the model, each occupation has its own risk factors that are associated 
with burnout; they are namely job demands and job resources. Job demands refer to 
psychological, physical, social, or organisational aspects of the job that require 
sustained physical or psychological effort or skill and are consequently linked to 
certain psychological costs. Job demands are not seen as negative, they may turn into 
job stressors when demands requires high effort and is therefore associated with high 
costs that elicit negative responses such as depression, anxiety or burnout.  
 
Besides that, work overload or high demands may also occur if an individual does 
not have the necessary skills, abilities and support to meet these demands 
(Xanthopoulou et al., 2007). Job resources refers to physical, social and 
psychological aspects of the job that help achieve work goals, protect individuals 
from threats and associated psychological and physiological costs and stimulate 
growth and development (Xanthopoulou et al., 2009). 
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Thus, the premise of the model is built on the assumption that there are two 
underlying psychological processes that play a role in the development of burnout 
and work engagement. The first refers to chronic job demands (e.g. work overload or 
conflict) that lead to burnout. The second refers to a motivational process, which 
assumes that job resources has a motivational potential and leads to high levels of 
work engagement low cynicism, and excellent performance (Xanthopoulou et al., 
2009).  
 
Furthermore, job resources comprise of both intrinsic and extrinsic motivational 
roles. The intrinsic motivational role refers to job resources fostering employee’s 
growth and development. In addition, job resources play an extrinsic motivational 
role, because it is instrumental in achieving work objectives (Bakker & Demeroiti, 
2008). Coetzer and Rothmann (2007) investigated the relationship between job 
demands, jobs resources and work engagement. The study revealed that job resources 
such as organizational support, growth opportunities, social support and 
advancement opportunities were related to work engagement. The results of the 
study are consistent with several other studies showing a strong relationship between 
job resources and work engagement.  
 
In addition, Schaulfeli and Bakker (2004) found evidence of a positive relationship 
between three job resources (social support, performance feedback and coaching) 
and work engagement. This study was then replicated measuring additional job 
resources (social climate, job control and supervisory support) which all related 
positively to work engagement. In addition, research has suggested that job resources 
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becomes more salient and gain more motivational potential when employees are 
faced with high job demands (workload, emotional and mental demands) (Bakker & 
Demeroiti, 2008). 
 
Other than job resources, personal resources can also drive work engagement. 
According to Hobfoll, Johnson, Ennis & Jackson (2003) personal resources are 
positive self-evaluations that are linked to resiliency and refer to the individuals’ 
sense of ability to control their environment successfully. Positive self-evaluations 
predicts goal-setting, motivation, performance, life satisfaction and other desirable 
outcomes. Furthermore, job resources may activate personal resources and thus 
resulting in positive psychological and organizational outcomes (Demerouiti et al.,  
2001). 
 
Several authors have investigated the relationships between personal resources and 
work engagement. For example, Bakker and Demeroiti (2008) investigated the 
relationship between work engagement and three personal resources namely self-
esteem, self-efficacy, optimism and organisational based self-esteem. Their results 
showed that engaged employees have a high degree of self-efficacy and a general 
optimistic view of life. Further, Rothmann, Steyn and Mostert (2005) in a South 
African study, examined the relationship between job stress, sense-coherence and 
work well-being (work engagement). Their results revealed that the sense of 




Moreover, the inclusion of personal resources in the JD–R model further examined 
the complex interaction of individual resources with the work environment. 
Xanthopoulou et al. (2007) examined the role of three personal resources (self-
efficacy, organisational-based self-esteem and optimism) in predicting exhaustion 
and work engagement. Personal resources were found to partly mediate the 
relationship between job resources and work engagement, suggesting that job 
resources foster the development of personal resources (Demerouti & Bakker, 2011). 
 
2.2  Concept of Perceived Organizational Culture 
There are many terms used by different researchers to denote organizational culture. 
Hofstede (1980) defined organizational culture as a mindset that differentiates the 
members of one organization from another in terms of shared beliefs, values and 
practice. According to Martins and Terblanche (2003) it is the culture that is 
genuinely related with values and beliefs that are shared by personnel in an 
organization which includes the activity and behavioral set of standards. Meanwhile, 
another definition of organizational culture refers to a dynamic force within the 
organization which are revolving, interactive and engaging and it is formed by the 
employees and management systems gestures, behaviors and attitudes (Schein, 
2004).  
 
Furthermore, Mannion, Davies and Marshall (2003) defined organizational culture as 
a wide range of social phenomena in explaining organization character which include 
the norms, beliefs, behaviour, language, values, myths and form of respect and 
subversion.  Organizational culture is not all about the value of the institution but 
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also about manners and behaviors that are created by each person in the organization 
(Aksoy et al., 2014). Culture, also can be related with the overall information, belief, 
art, law, ethnics, custom habit and skills that are brought by individuals to the society 
in which they belong (Eroglu, 2007). 
 
Schein (2004) argued that organizational culture could influence how an employee 
believes that he or she should behave in a particular environment. Different types of 
cultures may create different environment that lead employees to think how much 
they can feel safe in behaving more accurately. The discussion of organizational 
culture has focussed on various aspects such as the impact of organizational culture 
on organizational changes and performance (Rowlinson, 2001). Similarly, Yazici 
(2009) found a significant relationship between organizational culture and 
performance  
 
In addition, Armstrong (2009) argued that organizational culture relates to the 
subjective and touchable aspects of what is happening in the organization. 
Individuals who are likely to share their values will be selected to work with the 
organization, and this kind of person can flourish in innovative organizations 
(Sharifirad & Ataei, 2012).  
 
2.3  Concept of Perceived Organizational Support 
Eisenberger et al. (1986) characterized perceived organizational support (POS) as a 
worker's recognition that the organization values his or her commitments and thinks 
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about employees’ prosperity. At the point when workers feel they are a profitable 
resource of an organization, they tend to search for the organization’s responsibility 
towards their social enthusiastic need, derived as perceived organizational support 
(Ringgle et al., 2009). Hence, exchange theory here is social exchange theory and 
organizational support believe that such help can prompt positive representative 
results in term of attitudinal, conduct and execution (Rhoades & Eisenberger, 2002). 
Gouldner (1960) clarified the reciprocal are bolstered by the correspondence 
standards which ties the beneficiary to restore the advantage, support and care offer 
by other gathering. Along these lines, when workers have high level of POS, in turn 
it will (Gouldner, 1960) motivates them to help association to accomplish its 
objectives and target (Eisenberger et al., 1986). 
 
According to Ahmed et al. (2013) in POS, there is an exchange between organization 
and employees where the organizational commitment towards employees brings up 
the approaches of support from the organization (Baran et al., 2012). Organizations 
express their commitment in various ways, for example supervisory support, justice, 
provision of growth opportunities, and co-worker support (Ahmed & Nawaz, 2015). 
However, the organizational outcomes after the huge amount of investment in 
provision of support are still questionable.  
 
Furthermore, POS also refers to how much the organization shows their concern to 
employees needs and their recognition on employee’s achievements (Colakoglu, 
Culha & Atay, 2010). The organizational support theory claims that positive 
outcomes will be obtained if there are obligational relationships between employees 
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and the organization (Arshadi, 2011). Therefore, organizations should be reminded 
that higher level of POS can contribute to a diverse optimistic work outcomes. 
Hence, organizations should find ways to encourage higher POS values among its 
workforce.  
 
As such, POS is also used as workers appraisal on their experience at workplace in 
which it helps to reflect the organizational concern about workers well-being 
(McKeown & Cochrane, 2012). Organizations that embrace the POS culture will 
benefit at the individual and organizational level affect by the social exchange theory 
and the reciprocal norms (Panaccio & Vandeberghe, 2009). Hence, researchers 
believe that when workers perceive an abnormal state of organizational support, they 
might utilize negative practices in response to the treatment from the organization 
(Lambert, 2000). 
 
Since, POS is related to their concern on individual well-being and the value of their 
contributions, organizations that provide high POS expect employees to be able to 
trust the organization, understand some certain difficulties on risk taking that could 
lead to failure and most importantly, they will be more engaged in optimal risk 
taking (Neves & Eisenberger, 2013). Moreover, creating a daily exchange process 
with the organization could lead to positive outcomes where employees will react 
with extra role activities (Afsar & Badir, 2017). Thus, when employees that perceive 
their organization show anxiety, truthful reaction about their work and support their 
performance, this can encourage them to be more active and involved in doing their 
work and also will increase the organizational outcome (Gregory et al., 2010).  
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2.4  Concept of Self-Efficacy 
The concept of “self-efficacy is central to Albert Bandura’s social cognitive theory 
(SCT) and is defined as the people’s judgement of their capabilities to organize and 
execute courses of action required to attain designated types of performance 
(Bandura, 1986). According to Chaudhrary, Rangnekar and Barua (2012) based on 
social cognitive theory, self-efficacy beliefs are the basis of the human agency which 
involves motivation to engage in positive behaviours related to high performance. 
Thus, according to SCT, self-efficacy beliefs not only help us to understand positive 
behaviours but also the antecedents and consequences.”  
 
Pajares (2002) similarly defined self-efficacy as a cognitive and affective belief in 
one’ personal competence and an assessment of one’s ability to confidently act. Self-
efficacy is related with successful task performance and has a direct positive impact 
on the initiation, intensity and persistence of behaviour (Judge & Bobo, 2001; 
Panglis, 2010). Jayawardena and Gregar (2013) stated that one’s self-beliefs can 
allow a person to control themselves to be who they are and what they want to be.   
Furthermore, the central beliefs of individuals on themselves, include perspectives of 
their capabilities to deal with different situations and determining the strategies they 
implement to combat the problems (Bandura, 1989). This is because individuals with 
high self-efficacy believe that they can deal with any problem and are less likely to 
view situations as threatening. In contrast, individuals who are less confident even 
though they have adequate resources to face with the work demands, will be too 
concerned about how others will think about them if they could not cope with the 
situation (Glaser & D. Hecht, 2013). 
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Other than that, “self-efficacy also includes the individual’s judgement on their 
abilities. Bandura (1997) stated that self-efficacy refers to a person’s belief whether 
he or she can perform successfully under certain conditions. Self-efficacy can be 
dynamic and changing over time when individuals acquire new information and 
experiences in their work (Gist & Mitchell, 1992). Self-efficacy also refers to how 
individuals utilize influences in their choice of activity, effort and the achievement of 
a given outcome (Beghetto, 2006). Thus, people will perform differently based on 
their utilization and combination of information and experiences even though they 
have same skills (Gist & Mitchell, 1992).”  
 
Bandura (1977) in his previous study defined self-efficacy in terms of achieving 
specific task-related outcomes. However, Wang and Tsu (2014) argued that self-
efficacy is important for both task and role performance. Generally, success in 
personal achievement will lead to other expectations of successful future outcomes 
(Fitzgerald & Schutte, 2010).  Self-efficacy can influence belief about the degree to 
which individuals can controls his or her destiny. Thus, it is important for individuals 
to set their perspectives about their personal power because it affects their self-
esteem and self-efficacy (Wojciszke & Kujalowcz, 2007).”  
 
2.5  Perceived Organizational Culture and Work Engagement 
Despite the fact that work engagement is seen as a relatively new field, there are 
several studies that have been conducted on the achievement of organizational 
culture on work engagement. Naidoo and Martins (2014) investigated the 
relationship between organizational culture and employee engagement at a South 
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African Information Technology firm. They found that organizational nurture culture 
is positive and it affects employees to be more engaged with their work in order to 
sustain the worker in the organization for longer periods. 
 
Sadeli (2012) also supports that organizational culture existing in the organization 
can influence employee engagement. Sadeli (2012) found that leadership culture 
positively influence employee engagement by ensuring that the leader must align 
organizational and employees’ mission, vision, values and goals. Meanwhile, 
according to Brenyah and Darko (2017) employees tend to be engaged with their 
work when they perceive that a supportive culture exists in the organization. The 
presence of a supportive culture in an organization shows there is a positive trust 
between the organizations and individuals which can drive employee engagement to 
a higher level. 
 
Moreover, the management in an organization plays an important role to foster 
positive organizational culture to motivate employees and manage differences which 
affect employee’s productive outcomes (Chaudhary, 2017). When employees have a 
positive perspective about organizational culture, it can influence their willingness to 
be engaged with their work (Naidoo & Martins, 2014). Perceived organizational 





Chaudhary (2017) argued that it is important to develop organizational culture for 
employee engagement. For instance, a learning culture in an organization can help to 
increase knowledge and skills of employees where they can work more effectively 
and efficiently. This is supported by Sheri et al. (2017) where they stated that 
individuals tend to be more engaged when the organization provides them a learning 
and development environment. Moreover, an organizational culture of effective 
communication also promotes employee engagement (Ludwig & Frazer, 2012). This 
is because internal communication can build trust between the management and their 
employees that will affect employee engagement and maximize their productivity. 
 
Perceived positive organizational culture is also related with the engagement process 
due to the fact that a positive workplace supports its employees. Thus, improved 
engagement will happen where there are positive working relationships, employee 
input in giving suggestions and supporting growth and development with learning 
opportunities (Sirisetti, 2012). Meanwhile, when there is organizational change, it is 
important for the organization to create a positive culture to maintain employee 
engagement (Parent & Lovelace, 2015). This is because when individuals perceived 
a positive organizational culture, it makes it easy easier for them to adapt with the 
change and engage with their work as usual.  
 
Base on the discussion above, a hypothesis for this study was developed as follows: 




2.6  Perceived Organizational Support and Work Engagement 
Ahmed et al. (2015) in their study found that there is a strong relationship between 
POS and employee engagement. Employees in the organization that feels supported 
will reciprocate favourably by contributing to their work with better attitudinal and 
behavioral outcomes. Thus, when the employees’ values are perceived to suit 
organizational norms, the employees feel that they are given a higher responsibility 
and they are empowered Biswas and Bhatnagar (2013). Thus, employee engagement 
also positively influences organizational performance as well as individual level of 
performance (Dalal et al., 2012; Karatepe, 2013). 
 
According to Ahmadi et al. (2014) there is an optimistic connection between POS 
and employee engagement. It is a duty of the management to enhance employees’ 
perception of organizational support by valuing their contribution so that employees 
can engage more which is very important for the overall effectiveness of the 
organization. Biswas and Bhatnagar (2013) argued that employees who perceive 
positive organization support will intrinsically be more motivated which can make 
them give a higher effort. This also supported by Ahmed et al. (2015) who stated that 
organizational support can affect employees’ motivation in which they favorably do 
their work beyond their tasks and performance. 
 
Moreover, organizational support is a very important asset for an organization. This 
is because when employees perceive the job as being highly supported, this will help 
to increase the employees’ positive behavioral and attitudes performances (Lo & 
Nieh, 2015). Therefore, organizations should take the initiative to develop POS for 
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example by having a supportive management, autonomy variety, providing training 
and promotion in order to increase work engagement and their productivity 
(Thirapatsakun, Kuntonbutr & Mechida, 2014). 
 
In the manufacturing industry, employees consistently receive response, training and 
are rewarded for their good performance compared with the education or 
governmental organizations (Ahmed et al., 2015). This shows that organizational 
support is really important to enhance employees work engagement and increase 
their performance. When employees feel that the organization supported them such 
as appreciation of work, recognition and approval, this will increase their higher self-
determination motivation and work engagement level (Gillet et al., 2012).Thus, 
organizational and managerial influences, and individual features are the factors 
involved in predicting work engagement.  
 
Furthermore, Naujokaitiene, Tereseviciene and Zydziunaite (2015) argued that 
organizational support and involvement in technology will enhance learning in 
relation to engagement. The management support in an organization can contribute 
to increased work engagement among employees. This can help employees to work 
effectively and efficiently and their productivity will grow as well (Alvi, Abbasi & 
Haider, 2014). Thus, the organization plays an important role in observing and 
understanding what types of support that employees need in doing their work 
because this can make them more engaged. It is important to know the employees’ 
emotional and physical needs in order to make them more engaged with their work 
(Naujokaitiene, Tereseviciene & Zydziunaite, 2015). Perceived organizational 
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support from the organization can strengthen employees’ feeling that they belong to 
the organization (Dai & Qin, 2016). This can influence their engagement towards 
their work where they will working harder to achieve the organization’s objectives.  
 
Furthermore, support in an organization from managers, colleagues, infrastructural 
and institutional policy can enhance employees’ work engagement (Naujokaitiene, 
Tereseviciene & Zydziunaite, 2015). POS can help to increase employees 
determination in accomplishing their work when they feel unmotivated (Haider & 
Abid, 2017). Other than that, by increasing POS in the aspect of organization care, 
approval, appreciating employees’ contribution, and fulfilling their socio emotional 
needs, employees engagement will be enhanced (Yongxinf et al., 2017).  
 
A previous study showed that support in an organization can cause employees to be 
psychologically and mentally involved in the organization (engagement), where they 
give more commitment to achieve organization goals rather their own personal goals 
(Ahmed et al., 2015). Employees who perceived organizational support will 
reciprocate with high engagement and citizenship behaviour. Therefore, management 
in the organization needs to ensure employees receive better support which can 
increase individual and the organization’s performance as well (Rubel & Kee 2012). 
 
Based on the discussion above, a hypothesis for this study was developed as follows: 




2.7  Self-Efficacy and Work Engagement 
Consiglio et al. (2016) “argued that personal resources such as self-efficacy, self-
esteem and optimism could promote work engagement in an organization. 
Employees who are self-efficacious will actively take action to improve their social 
environment which will influence their positive perception over time towards their 
work. When employees experience high levels of positive emotions, self-efficacy 
and work engagement, they will be more passionate and motivated in completing 
their task (Ouweneel, Blanc & Schaufeli, 2013). The individual’s confidence level to 
manage their work situation is very important because it will assist them to be fully 
immersed in doing their work and become absorbed and dedicated to do the task 
(Chaudhary, Ragnekar & Barua, 2012). As a result they can increase work 
engagement over time as well.” 
 
In addition, organizations should “implement positive psychology interventions that 
seek to enhance employee’s self-efficacy on a regular basis (Ouweneem et al., 2013). 
When employees receive personal resources, it positively affects how employees 
perceive the work demands. This will lead to work engagement and also achieving 
work life-balance.” According to Lunenburg (2011) organizations can conduct 
training and development to increase their employee’s self-efficacy so that they will 
be more committed and engaged with their work. Organizations that have employees 





Moreover, self-efficacy can be a powerful tool to enhance employee engagement in 
an organization. Increased self-efficacy will help to strengthen employees’ belief 
about being able to manage their task effectively and reach the desired results. 
Employees that have experiences and success in a job-related task will be more 
confident if they are assigned a similar task in the future compared with employees 
who were not successful (Chaudhary, Rangekar & Barua, 2013). To boost self-
efficacy among employees, organizations need to provide challenging tasks, 
coaching and development, supportive leadership and give rewards for them to keep 
improving (Lunenburg, 2011). Organizations need to provide more resources at work 
because this can influence self-efficacy on the individual in accomplishing their task 
(Chaudhary, Rangekar & Barua, 2013).  Thus, employees with self-efficacy will give 
more effort and persistence in learning difficult tasks. They will be more willing to 
learn new thing and challenge themselves with new tasks.  
 
Individuals in every organizations are expected to exhibit certain behaviours that will 
assist the organization to accomplish its goal. When employees have higher 
individual’s self-efficacy, they will be more confident with their ability to 
accomplish the task (Mensah & Lebbaeus, 2013). They will also face less difficulties 
with their work demands, while conversely making them more engaged with their 
work (Consiglio et al., 2015). Thus, high level of self-efficacy is essential in 
maintaining or increasing the level of employee engagement and their perspective on 
a challenging task. However, for people with low self-efficacy, it is likely to lessen 
their effort and cause them to easily give up while those with high self-efficacy will 
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keep trying even until they completed the work and master the challenge (Mensah & 
Lebbaeus, 2013). 
 
In order to increase job performance and employee work engagement, organizations 
need to focus on giving assessment and developing employee’s self-efficacy (Carter 
et al., 2016). Job outcomes and assessment can be used as an approach to increase 
employee’s self-efficacy in doing their work. Moreover, skills and development 
training should be arranged by the organization for employees to build their self-
efficacy and increase their confidence that will make them feel engaged with their 
work and also lead to better outcomes (Congslio et al., 2015). 
 
Based on the discussion above, a hypothesis for this study was developed as follows: 
H3: Self-efficacy related to work engagement 
 
2.8  Underpinning Theory for Work Engagement 
2.8.1  Social Exchange Theory 
The social exchange theory (SET) is the most accepted and widely used theory in 
recent research on employee engagement. According to Jose and Mampilly (2012), 
SET is a strong theoretical support to explain employee engagement. A basic theory 
of SET involves building the relationship with trust, loyalty, and mutual 
commitments that abide by the certain “rules” of exchange (Cropanzano and 
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Mictchell, 2005). It means that the exchange here involves reciprocity or repayment 
rules in which the person will respond to the other party because of the “rules”.  
 
In order words, the social exchange theory explains the employee engagement 
agreement where there is a requirement developed between both parties who have 
conditions to do work collaboratively (Saks, 2006). Employees will repay their 
organization through their level of engagement. As such, it is important for 
organizations to provide support to employees to boost their spirit of willingness to 
contribute and to be engaged with their work.  Thus, the social exchange theory can 
explain the reason why employees decide to engage more or less on their work in the 
organization (Saks, 2006).  
 
Meanwhile, Cole et al (2002) stated that the cultural norms in an organization could 
lead to positive outcome of employees’ behaviors. Thus, when employees perceive 
the culture of the organization, it will allow them to have a good relationship with 
others members within the organization, where they can have the needed support and 
power among others to do their work. Therefore, a positive organizational culture 
could lead to positive outcomes on employee engagement.  
 
According to Saks (2006) the basic principle of SET is reciprocal interdependence. 
When an organization treats employees extraordinary well, for example by providing 
organizational support, employees in turn will respond in a positive manner and 
make extra effort on their work. Employees will also be more engaged in their jobs, 
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and be more productive. Thus it is important for employers to treats employees well 
in order to receive a positive exchange in the organization. 
 
In addition, the reciprocity also occurs in self-efficacy on work engagement between 
the organization and employees. In order to increase individual self-efficacy, 
organizations can help in terms of providing needs such as training and development 
for them. In turn, the employees will repay with increased productivity, performance 
and work engagement. Since employee engagement involves emotional and 
psychological aspects between employees and the organization, it sometimes could 
lead to negative or positive attitudes or behaviors towards their work. That is the 
reason why organizations should provide intensive motivational resources for the 
emotional, physical and intellectual commitment of individuals towards 
improvement in organizational performance. 
 
2.9  Research Framework 
The main objective of this study was to examine perceived organizational culture, 
perceived organizational support, self-efficacy, work engagement and underpinning 
theory which is the Social Exchange Theory.  Based on the problem statement and 














Figure 2.1: Research Framework 
 
2.10 Conclusion 
In conclusion, chapter two discussed and reviewed the literature pertaining to the 
concept of work engagement, perceived organizational culture, perceived 
organizational support and self-efficacy as the variables to this study. Other than that, 
this chapter also discussed about the underpinning theory to support the proposed 
research framework. Finally, this chapter explained the proposed hypotheses in this 




















This chapter describes the methodology used in this study. Specifically, this chapter 
includes “research design, the sources of data, population and sampling technique, 
research instruments, data collection procedure and finally the techniques” of 
analysing data.  
 
3.1 Research Design 
Research design is used to guide, retrieve and gather information systematically. The 
chosen method will determine the intended output of the research findings and the 
results in relation to the studied phenomenon.  
 
Basically, there are two types of approaches in carrying out a research which are 
qualitative and quantitative. In this study, a quantitative research design was used for 
the data gathering in order to identify the relationship among the variables.  
 
Thus, this study used a cross-sectional research design that allows integrating 
literature review and survey questionnaires as a major procedure to gather data.  In 
this study, survey questionnaire was carried out. A cross sectional design uses 
measurement at a single time point to draw conclusions from the research data. As 
supported by many researchers, the use of such methods may gather accurate and 
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less biased data (Cresswell, 1998; Sekaran, 2000) and it allows the researchers to 
find differences among the variables studied and is relatively simple and 
inexpensive.  
 
3.2 Population and sample Frame 
Population frame refers to the whole group of people, events or things of interest that 
a researcher wants to examine.  This study was conducted at the College of Business 
(COB), Universiti Utara Malaysia. The population was among academic staff in the 
COB. In this study, the probability sampling type used was stratified random 
sampling in order to collect data from the respondents. Sekaran (2003) stated that the 
simple random sampling is used so that every element in the population has an equal 
chance of being selected.  
 
For the purpose of this study, the population was academic staff working in the COB 
which consists of five schools, namely School of Accountancy, School of Business 
Management, School of Technology Management and Logistic, School of Economic, 
Finance and Banking and Islamic Business School. The number of academic staff 
was obtained from the office of the COB. There were 448 academic staff in COB, 
Universiti Utara Malaysia. Table 3.1 showed the total sample number of 






Table 3.1 Total Number of Academic Staff from Five Schools under COB. 
Schools No of Academic 
Staff 
No of Sample 
School of Accountancy 101 52 
School of Business Management 117 60 
School of Technology Management and 
Logistic 
69 35 
School of Economic Finance and 
Banking  
116 60 
Islamic Business School 22 23 
Total 448 230 
 
Based on the sample size decision guidelines given by Krejice and Morgan (1970), 
the sample size for population size (P) 460 is (S) 210. However, for the purpose of 
ensuring 210 responses, a total of 230 questionnaires were distributed.  
 
3.3 Research Instruments  
The measures for this research are work engagement, perceived organizational 
culture, perceived organizational support and self-efficacy. The measures are adopted 
from previous studies with acceptable reliabilities. Responses on items for each 
measure are averaged to form an overall score such that a higher score indicates a 
higher standing on the measure.  
 
3.3.1 Work Engagement 
In this study, work engagement was adapted from Schaufeli and Bakker (2003). The 
Cronbach’s alpha of work engagement ranged from .77 to .91. Work engagement 
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was assessed using a five-point Likert scale, ranging from 1 (Strongly Disagree) to 5 
(Strongly Agree). The items of the scale are shown in Table 3.2. 
Table 3.2 
Items for Work Engagement 
1. At work I have the opportunity to do what I do best every day. 
2. I know what is expected of me at work. 
3. University seems to care about me as an academic staff. 
4. The University encourages my development. 
5. At work, my opinions seem to count. 
6. I have had opportunities at work to learn. 
7. My associates or fellow colleague are committed to doing quality work. 
8. The University has talked to me about my progress. 
9. I have the materials to do my work right. 
Source: Schaufeli and Bakker (2003) 
 
3.3.2 Perceived Organizational Culture 
In this study, perceived organizational culture was adapted from Ginevičius and 
Vaitkūnaite (2006). Perceived organizational culture was assessed using a 5-point 
Likert scale, ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The items of 




Items for Perceived Organizational Culture 
Involvement 
1. Academic staff given opportunity in giving various ideas, and suggestions. 
2. University organization culture encourages staff involvement in doing their 
work. 
3. University organization culture unites academic staff to work further 
effectively. 
Communication 
4. University goals are clearly communicated to the academic staff. 
5. There is effective communication between academic staff and University 
management. 
6. University strives to help academic staff regarding their duties. 
Learning 
7. There is knowledge sharing among academic staff. 
8. The university environment encourages skills development among academic 
staff. 
9. The University management invest largely into knowledge and skill 
acquisition of academic staff. 
 Source: Ginevičius and Vaitkūnaite (2006). 
 
3.3.3 Perceived Organizational Support 
In this study, “perceived organizational support was adapted from Eisenberger 
(1986). The reliability coefficients (Cronbach’s alpha) for the survey on perceived 
organizational support in previous study by Eiserberger (1986) were .93 and .80, 
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respectively. Perceived organizational support was also assessed with a five-point 
Likert scale, ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The items of 
the scale are shown in Table 3.4. 
Table 3.4 
Items for Perceived Organizational Support 
1. The University values my contribution to its well-being. 
2. The University strongly considers my goals and values. 
3. The University really care about my well-being. 
4. The University is willing to extend itself in order to help me perform my job 
to the best of my ability. 
5. The University tries to make my jobs as interesting as possible. 
6. The University take pride in my accomplishments at work. 
7. The University shows much concern for me. 
8. The University cares about my opinions. 
Source: Eisenberger (1986) 
 
3.3.4  Self-Efficacy 
Self-efficacy was measured using New General Self-Efficacy (NGSE) developed by   
Chen, Gully & Eden (2001) with an 8 items measure.  The internal consistency 
reliability was high on this measure, ranging from .86 to .90. Self-efficacy was 
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assessed using 5-point Likert scale, ranging from 1 (Strongly Disagree) to 5 
(Strongly Agree). The items of the scale are shown in Table 3.5.” 
Table 3.5 
Items for Self-Efficacy 
1. I will be able to achieve most of the goals that I have set for myself. 
2. When facing difficult tasks, I am certain that I will accomplish them. 
3. In general, I think that I can obtain outcomes that are important to me. 
4. I believe I can succeed at most any endeavour to which I set my mind. 
5. I will be able to successfully overcome many challenges. 
6. I am confident that I can perform effectively on many different tasks. 
7. Compared to other people, I can do most tasks very well. 
8. Even when things are tough, I can perform quite well. 
Source: Chen, Gully & Eden (2001) 
 
3.4 Questionnaire Design 
The questionnaire was developed to construct a clear and understandable item. “It is 
a set of questions for the target group to answer and allows the respondents to choose 
their favoured answers according to their own understanding and perceptions 
(Sekaran, 2003). The questionnaire used a five-point Likert scale (1 = Strongly 
Disagree to 5 = Strongly Agree) to determine the level of likeness of the items 
displayed in the questionnaire.” 
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Thus, the questionnaire used for this study consisted of five sections: 
i. Section A contained information regarding the respondent’s demographic 
features which included age group, gender, marital status, ethnic background, 
position in organization, length of service in the organization, and division of 
school under the College of Business. 
ii. Section B of the questionnaire consisted of items on work engagement. 
iii. Section C of the questionnaire consisted of items on perceived organizational 
culture. 
iv. Section D of the questionnaire consisted of items on perceived organizational 
support. 
v. And finally, section E items consisted of questions on self-efficacy. 
 
3.5 Data Collection Procedure 
Data collection is a fundamental procedure in every research. Data for this study was 
collected using a self-administered questionnaire. To gain cooperation and 
confidence of the officers in the College of Business (COB), a letter of approval was 
obtained from Othman Yeop Abdullah Graduate School of Business. The letter was 
given to the officers to obtain information on the total number of academic staff in 
the COB. The data collection process was conducted after the pilot survey had been 
analyzed. Thus, the data collection for the main of study was distributed to the 
respondents from 19 April, 2018 to 26 April, 2018. For this purpose, the study 
questionnaires were distributed among permanent academic staff in the COB, 
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University Utara Malaysia. A total of 230 sets of questionnaires were distributed to 
the respondents.  
 
3.6 Data Analysis Techniques 
The data collected for this study were analyzed using the Statistical Package for 
Social Sciences (SPSS version 22) software. All of the items and variables were 
coded before being entered into the software. The results were then summarized 
using Descriptive Analysis (frequency, percentage and mean) and Inferential 
Statistics (Cronbach’s Alpha, Pearson Correlation and Multiple Regression).”  
 
3.7 Pilot Study 
Based on Azmi Ali (2010) pilot tests are used to test the reliability of the instrument 
used to measure the research variable from the samples in order to achieve the 
objectives of the study.” This pilot test was administered and done among academic 
staff and was conducted on 24 April, 2018. The questionnaires were randomly 
distributed to 32 academic staff in the School of Business Management.  
 
Thus, the aims of this pilot study were to discover problems in the questionnaire and 
procedures. For instance, where the items are not clear, formatting and other 
typographical errors. In addition, a reliability analysis was conducted to obtain the 
intended consistency of the scale used in this study. The reliability coefficients of the 
measure were above 0.900. Nevertheless, the questionnaire was revised based on 
feedback from the pilot study with the main purpose to ensure that the survey 
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instrument is more comprehensible. The results for the pilot test are shown in Table 
3.6. 
Table 3.6 Cronbanch’s Alpha Values for the Pilot Study 
Construct Cronbach’s Alpha Number of items 







Self-efficacy .907 8 
 
 
3.8 Reliability and Validity 
The reliability test was run to examine the Cronbach’s Alpha value. Cronbanch’s 
Alpha is the most well accepted reliability test available to the social researcher 
(Sekaran, 2003). The Cronbach Alpha measures are; 
i. Reliability less than 0.6 is considered poor. 
ii. Reliability in the range 0.7 is considered to be acceptable. 
iii. Reliability more than 0.8 is considered to be good. 
Thus, the validity refers to the extent that items measure what they are assumed to 
measure and not something different. The validity test was conducted to ensure all 
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items measured the construct correctly by providing high reliability and high factor 
loading.  
 
3.9 Descriptive Statistics 
Before conducting the statistical analysis for the main study, it is necessary to give 
the assurance that any assumptions made for a test are correct. Testing for 
assumptions typically entails getting descriptive statistics in the variables. 
Descriptive statistics comprise the measures of central tendency and measures of 
dispersion such as the mean, standard deviation, and range of scores. Furthermore, 
descriptive statistics provide the basis for which researchers can summarize the 
sample and the observations they have made in the course of analyzing their data 
which may possibly be in the form of simple graph or quantitative table. Thus, the 
descriptive statistics employed in this study help to explain the important features of 
the data in an effort to summarize the measures and sample.  
 
3.10 Pearson Correlation 
In this study the strength of the relationship between independent variables and 
dependent variables was identified using the Pearson coefficient of correlation (r). 






Table 3.6 Pearson Coefficient of Correlation and Correlation Strength 
Range of coefficient, r Strength of association 
± 0.91 to ± 1.00 Very Strong 
± 0.71 to ± 0.90 High 
± 0.41 to ± 0.70 Moderate 
± 0.21 to ± 0.40 Small but definite relationship 
± 0.00 to ± 0.20 Slight, almost negligible 
Source: Adapted from Hair, Money, Samouel and Page (2007) 
 
3.11 Multiple Regression Analysis 
In statistics, regression is an equation that represents the best prediction of a 
dependent variable from several independent variables. It is also used to answer the 
hypotheses that have been formulated. According to Sekaran (2006), the square of 
multiple “R2” will explain the dependent variable by the predictors and this is known 
as Multiple Regression. Thus, through R2, F statistics and its significant level are 
known and the results can be interpreted.” 
 
3.10 Conclusion 
This chapter has explained the research design, elements of methods and also 
strategy for the study. The chapter described how the instruments were used in data 
collection, criteria for selection of respondents, development of questionnaire and 
collection of the research materials and also the survey procedure. The findings and 





RESULTS AND FINDING 
4.0 Introduction 
This chapter explains the results of data analysis utilizing both descriptive and 
inferential statistics. The main purpose of the study is to determine the effects of 
perceived organizational culture, perceived organizational support, and self-efficacy 
on work engagement among academic staff in the College of Business, Universiti 
Utara Malaysia. This study aims to achieve the research objectives as well as answer 
the research questions highlighted in chapter one. It is also to test the hypotheses 
made in chapter two.  
 
4.1 Response Rate 
Table 4.1 shows the response rate of this study. A total of 230 sets of questionnaires 
have been distributed to the respondents and only 203 questionnaires were returned, 
yielding a response rate of 88.26% (Refer to Table 4.1)  
Table 4.1 Response Rate 
Response Work engagement 
Distributed Questionnaire 230 
Returned and Usable 
Questionnaires 
203 
Questionnaires Not Returned 27 





4.2 Demographic Profile of the Respondents 
4.2.1 Gender of Respondents 
The profile of respondents is summarized as shown in Figure 4.2. From the total of 
131 respondents, the gender was unequally distributed between male and female. 
There are 72 male respondents or 35.5% and 131 female respondents or 64.5% who 
participated in answering the questionnaire, as shown in Figure 4.2. 
 
 
4.2.2 Age of Respondents 
There are four categories in the age range which are 31 to 35 years old, 36 to 40 
years old and above 46 years old. The majority of the respondents’ age was above 46 
years old with 102 persons or 50.2% and while the smallest age grouping was from 
age 31 to 35 years old with only 4 persons or 2.0%. Meanwhile, there were 70 
respondents of age 41 to 45 years old or 34.5% and 27 respondents of age 36 to 40 





4.2.3 Marital Status 
Figure 4.3 shows the two categories of marital status, which are single and married. 
The total number of respondent that have already married are 182 persons or 89.7% 






4.2.4 Position Level 
Figure 4.4 shows the position level of the respondents in this study. The majority of 
the respondents are senior lecturers with total number 119 persons (58.6%). This is 
followed by associate professors with 42 persons (20.7%) and lecturers at 40 persons 
(19.7%). However, only 2 persons or 1.0% of the respondent were professors.  
 
 
4.2.5 Division of School 
Figure 4.5 shows the five divisions of schools involved in this study. The largest 
number of respondents is from School of Economic, Finance and Banking (SEFB) 
was 55 persons (27.1%). Then followed by two schools which were the School of 
Accountancy (TISSA) and School of Business Management (SBM), both at 53 
persons or 26.1%. Meanwhile, the total number of respondents from the Islamic 
Business School (IBS) and School of Technology Management and Logistic (STML) 
















4.2.6 Length of Service 
Figure 4.6 shows the length of service of respondents involved in the study. The 
length of service was divided into three categories. There were 170 respondents 
(83.7%) that had served for more than 10 years while 31 (15.3%) respondents had 







4.2.7 Ethnic Background 
In terms of ethnicity, the majority of respondents were Malays with a total number 
188 persons (92.6%). This was followed by Chinese respondents at 10 persons 
(4.9%) and only 5 (2.5%) were Indians. The summary of the ethnic background is 
displayed in Figure 4.7. 
 
 
4.3 Descriptive Statistics 
Descriptive analysis denotes the mean and standard deviation for the independent 
and dependent variables as shown in Table 4.3. All of the variables were evaluated 
based on a 5 points Likert scale (1 = strongly disagree to 5 = strongly agree).”  
 
Based on the results, the independent variable with the highest mean value was self-
efficacy (M = 4.4175, SD = 0. 48249), followed by perceived organizational culture 
(M = 3.8659, SD = 0.49427) and perceived organizational support (M = 3.7137, SD 
= 0.53771). Meanwhile, the mean for dependant variable which is work engagement 
was M = 3.8998, SD = 0.40426. 
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Table 4.3 Results of Descriptive Analysis 
 Mean Std. Deviation 







Self-efficacy 4.4175 .48249 
  
 
4.4 Reliability Analysis 
Reliability analysis was carried to test the consistency, reliability and stability of the 
variables. This has been done by computing the Cronbach’s Alpha. Cronbach’s 
Alpha is the coefficient of reliability and designates the positive relationship of the 
items tested and the internal consistency of the instruments used in the study.  
 
According to Sekaran (2003), the standard Cronbanch’s Alpha is 0.70 and above 
with 0.80 being acceptable and good. The reliability analysis results for this study 
(Table 4.4) showed that the Cronbach’s Alpha for all of the study variables were 
reliable whereby work engagement was above 0.8. Generally, the results of the 
reliability analysis showed that the measurements of all items in this study were 




Table 4.4 Reliability Analysis 




Work Engagement 9 .805 
Perceived Organizational Culture 9 .864 
Perceived Organizational Support 8 .907 
Self-efficacy 8 .914 
 
 
4.5 Intercorrelation between Variables 
Correlation analysis was used to define the strength and direction of the linearity 
between all variables. The Pearson correlation coefficient (r) only takes values -1 to 
1. When the Pearson correlation coefficient is 0, it means there is no correlation 





























.349** .275**   
Self-efficacy .210** .179* .044  
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
 
From the findings, it can be summarized that all of the study variables were 
correlated except correlation between self-efficacy and perceived organizational 
support which was (r =.044, n = 203). Moreover, there were significant and positive 
influence between work engagement and perceived organizational culture, perceived 
organizational support and self-efficacy. The highest correlation on work 
engagement was perceived organizational culture (r = .559, n = 203). Thus, it can be 
concluded that there were significant relationships to the work engagement, which 







4.6 Multiple Regression Analysis 
Multiple regression analysis was carried out to predict the value of work engagement 
(dependent variable) and perceived organizational culture, perceived organizational 
support and self-efficacy (independent variables). The value of β for each 
hypothesized relationship was observed and reported in this section. Meanwhile, R2 
was obtained in order to indicate the percentage of variance in the dependent variable 
that can be explained by independent variables. 
Table 4.6 Multiple Regression for research variables 
Model Standardized Coefficients 
 Beta t Sig. 
Constant  4.895 .000 
Perceived Organizational 
Culture 
.480** 8.056 .000 
Perceived Organizational 
Support 
.213** 3.622 .000 
Self-efficacy .115* 2.004 .046 
R2 = .367     
Adjusted R Square =.357     
R = .606  
F = 38.398    
   
*   p<0.05 
**     p<0.01 
  
Table 4.6 shows the value for R2 in regression analysis was 0.367. This meant that 
36.7% of the variance of work engagement can be explained by all of the 
independent variables which are perceived organizational culture, perceived 
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organizational support and self-efficacy. Meanwhile, the remaining percentage 
(63.3%) was explained by other variables. The results indicated that perceived 
organizational culture had the most significance influence on work engagement 
among academic staff with (β = .480), followed by perceived organizational support 
(β = .213), and self-efficacy (β = .115). 
 
Based on the results presented in Table 4.6, perceived organizational culture, 
perceived organizational support and self-efficacy showed significant influence on 
work engagement. The current study also found that all of the independent variables, 
namely perceived organizational culture (β = 0.480, p<.01), perceived organizational 
support (β = 0.213, p<.01), and self-efficacy (β = 0.115, p<.05) were positively and 
significantly related to work engagement. Hence, H1, H2, H3 were supported. 
 
4.7 Conclusion 
This chapter consisted of frequency, descriptive statistics, reliability, correlation and 
regression analysis that have been used in conducting the analysis. Based on the 
findings described in this chapter, the correlation analysis results showed that 
perceived organizational culture, perceived organizational support and self-efficacy 
have positive correlation with work engagement. The results for regression analysis 
indicated that perceived organizational culture, perceived organizational support and 
self-efficacy have positive and significant relationship with work engagement. The 





DISCUSSION, RECOMMENDATIONS AND CONCLUSION 
 
5.1 Introduction 
This chapter consists of discussion, recommendations for future research and overall 
conclusions. The discussion focuses on the objectives of the study as mentioned in 
chapter one. The recommendations explain practical implications of the study 
including the ideas and suggestions for future research. Lastly, this study will end 
with an overall conclusion.  
 
5.2 Recapitulation of the Study’s Findings 
The main objective of this study was to investigate the impact of perceived 
organizational culture, perceived organizational support, and self-efficacy on work 
engagement. Accordingly, three research questions were proposed to attain the main 
objective of the study:” 
i. To examine the relationship between perceived organizational support and 
work engagement among academic staff in COB. 
ii. To examine the relationship between perceived organizational culture and 
work engagement among academic staff in COB. 
iii. To examine the relationship between self-efficacy and work engagement 




For the purpose of this study, data was gathered among academic staff in the College 
of Business, Universiti Utara Malaysia. Two hundred and thirty questionnaires were 
distributed. However, only 203 questionnaires (88.26%) were returned and analyzed 
in this study. The internal consistency of the measures was tested by computing the 
Cronbach’s Alpha. Finally, the hypothesis were tested using multiple regression 
analyses. 
 
The findings of this study indicated that all three hypotheses were supported. 
Perceived organizational culture, perceived organizational support, and self-efficacy 
have a significant relationship with work engagement. 
 
5.3 Discussion 
This study has attempted to answer the research questions of whether independent 
variables (perceived organizational culture, perceived organizational support, and 
self-efficacy) have significant relationship with dependent variable (work 
engagement). Hence, this section will explicitly focus on the relationships between 







5.3.1 Relationship between perceived organizational cultures on work 
engagement 
 
The results of the study found a significant relationship between perceived 
organisational culture and work engagement. This result is consistent with a previous 
study by Brenyah and Darko (2017) who found that organizational culture affects 
employee engagement. Another study by Naidoo and Martin (2014) also found 
perceived organizational culture in organizations increases the level of employee 
work engagement. This is because employees tend to be engaged with their work 
when they perceived a positive culture from their organization. For example, a 
supportive culture could enhance employees’ motivation and increases their 
engagement in accomplishing their tasks  (Brenyah & Darko, 2017). 
 
In addition, Chaudhary (2017) stated that developed organizational culture is 
essential to promote work engagement amongst employees. Employees tend to be 
more engaged when the organization creates a learning and development 
environment, implement two-way communication which can build more 
understanding between two parties and also increased their productivity, 
performances and willingness to be involved in doing any work that was given (Sheri 
et al., 2017; Ludwig & Frazer, 2012). Thus, employee engagement is more likely to 




A possible explanation for perceived organizational culture affecting work 
engagement among academic staff may be due to a strong organizational culture. 
Organizations that already have a strong culture such as support culture and 
achievement culture could lead to academic staff engagement. Moreover, academic 
staff are aware about their duties and responsibilities which they cannot avoid. Thus, 
they act more reasonably in taking any additional responsibilities that will cost the 
core responsibilities of their profession. That might be the reason why academic staff 
are engaged with their work. 
 
5.3.2 Relationship between perceived organizational support on work 
engagement 
 
The findings found a significant relationship between perceived organisational 
support and work engagement. This result is consistent with a previous study by 
Alvi, Abbasi and Haider (2014) where perceived organizational support plays an 
important role in increasing employee work engagement. Organizations should raise 
the concept of perceived organizational support in all of their systems and procedures 
which can lead to better organizational efficiency, increased productivity and also 
employee engagement. When employees feels supported, this will lead them to 
reciprocate where they will contribute and be more involved with their work to 




Moreover, employees who perceived organizational support will be more responsible 
and empowered with their work (Biswas & Bhatnagar, 2013). When individuals 
perceive positive levels of organizational collaboration, they are intrinsically 
encouraged toward giving commitment and a higher level of effort. Thus the 
organizational support will also increase the employee’s motivation to complete their 
task favourably (Ahmed et al, 2015). Hence, organizations should observe their 
employees needs in order to enhance their work engagement and help to achieve 
organizational objectives. 
 
A possible justification for academic staffs being engaged with their work is because 
they know about the nature of their job. Even though they do not get much support 
from the organization, for example in term of budget to do research but still they will 
accomplish their tasks because that is already part of their work. The awareness of 
their responsibilities as an academician makes them willing to engage with their 
work. Any support provided by the organization will help to increase their 
momentum in doing their work and also increase their motivation. 
 
5.3.3 Relationship between self-efficacy and work engagement  
 
The results of this study found a significant relationship between perceived 
organisational culture and work engagement. This result is consistent with a previous 
study by Consiglio et al. (2016) who found that self-efficacy is one of the elements 
that could influence work engagement among employees. Employees that have 
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higher self-efficacy are more determined and engaged in their work. Organizations 
should implement positive psychology interventions that could increase employee’s 
self-efficacy (Ouweneem et al., 2013). This is because employees tend to be more 
confident and encouraged when they receive personal resources in doing their work. 
It could also help them to display higher engagement which in turn leads to better 
performance.  
 
Thus, organizations should increase understanding on how to increase individual 
self-efficacy since it can be a powerful tool to enhance employee work engagement. 
According to Lunenburg (2011) providing learning and development could increase 
employee’s self-efficacy and they will be more committed with their work. It is 
really important for organizations to know factors that can drive employee self-
efficacy. This is because an organization that has employees with higher self-efficacy 
can better achieve their organizational objectives and increase performances as well.  
 
A possible explanation for the self-efficacy among academic staff affecting work 
engagement may be due to their past experiences. Generally, experienced employees 
have higher self-confidence and are able to complete their work on time without 







5.4 Implications of the Study 
The findings of this research will help the university management to understand 
factors that affect work engagement among academic staff in the COB, UUM. The 
results revealed that perceived organizational culture, perceived organizational 
support and self-efficacy have a positive significant relationship towards work 
engagement among academic staff in the COB, UUM. At managerial levels, the 
university should enhance and maintain the organizational culture and organizational 
support to increase academic staff work engagement. “At the policy level, the Higher 
Education Ministry should increase the budget of universities so that there are 
enough available resources to the academic staff and within universities.” 
 
In individual level, academic staff should keep engaged with university to maintain 
their work engagement. Thus, university management need to provide facilities and 
the ministry also should give sufficient budget for academician, in turn they able to 
display high engagement in their work.  
 
5.5 Theoretical Implication 
Theoretically, this study has successfully validated the Social Exchange Theory by 
examining perceived organizational culture, perceived organizational support, self-
efficacy on work engagement among academic staff in the COB, UUM.  The 
findings of this study showed that perceived organizational culture, perceived 
organizational support, and self-efficacy was positively influencing work 
engagement. Thus, it is true that there is an occurring reciprocity between employers 
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and employees in perceived organizational culture, perceived organizational support, 
and self-efficacy on work engagement.” This is supported by Saks (2006) who stated 
that the basic principle of SET is reciprocal interdependence. 
 
5.6  Recommendation for Future Research 
The results from this study showed that perceived organizational culture, perceived 
organizational support and self-efficacy influenced work engagement. However, the 
researcher would like to give several recommendations for future research which are:  
i. The current study has only examined the effects of perceived organizational 
culture, perceived organizational support, and self-efficacy on work 
engagement. “It is recommended that future studies should include other 
types of work demands and resources to discover their interaction with work 
engagement.” 
ii. It is also suggested to study on other factors that could possibly give a strong 
impact to the employees’ work engagement. 
iii. Moreover, the data collection method should be executed with a proper plan 
such as identifying the right demographic and organization type to ensure the 
accuracy of the result. 
 
5.7 Limitation of Study 
Meanwhile for limitations of the study, influences that were beyond the researcher’s 
control may affect the results. Firstly, the study was only conducted in one higher 
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education institution which was the Universiti Utara Malaysia and it only focused on 
academic staff in the College of Business. Therefore, the results may not reflect the 
situation with academic staff from another school in UUM or other higher education 
institutions.  
 
And, there were only three factors that were chosen for this study namely, perceived 
organizational culture, perceived organizational support and self-efficacy that effect 
academic staff work engagement. Thus, it is limited in terms of factors that represent 
academic staff work engagement. 
 
5.8 Conclusion 
In conclusion, the study are successful namely perceived organizational culture, 
perceived organizational support and self-efficacy on work engagement among 
academic staff in College of Business, Universiti Utara Malaysia. Thus, work 
engagement among employees is important to ensure organizations become more 
competitive and to increase organizational performance. It is vital for organizations 
to observe the needs of employees in order to increase their motivation to engage 
with their work. Based on the findings, the study concludes that perceived 
organizational culture, perceived organizational support, and self-efficacy affect 
work engagement among academic staff in the COB, UUM. The management should 
continuously observe and survey other factors that could influence academic staff 
work engagement. In order to know academic staff problems and needs, it is essential 
for the university management to have a close relationship with them so that they 
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will feel supported by the organization. Perceived organizational support will boost 
employees’ motivation and their willingness to involve themselves in any work. 
 
Moreover, the management can provide skills and development to increase 
employees’ self-efficacy and confidence level in accomplishing their tasks. A 
positive organization culture can affect employee behaviors and attitude towards 
work engagement. Therefore, organizations need to be more alert about the 
managerial practices and the organizational climate because this could lead to 
negative behaviors among employees. Finally, the individuals themselves which in 
this case are the academic staff should be aware about their duties and 
responsibilities which they cannot or should not avoid so that they should be 
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APPENDIX A: Questionnaire 
 
THE EFFECT OF PERCEIVED ORGANIZATIONAL CULTURE, 
PERCEIVED ORGANIZATIONAL SUPPORT AND SELF-EFFICACY ON 
WORK ENGAGEMENT AMONG ACADEMIC STAFF IN UNIVERSITY 
UTARA MALAYSIA. 
Dear Respondents,  
I am seeking your cooperation by responding to the attached survey on Work 
Engagement among academic staff. This survey is part of university requirement in 
order to complete my Master study. First of all, I would like to thank you for your 
participation. The objective of this study is to examine the effect of perceived 
organizational culture, perceived organizational support and self-efficacy on work 
engagement among academic staff in University Utara Malaysia. 
I would be very grateful and appreciate if you could spare your time to complete this 
questionnaire. This questionnaire comprised of 5 sections. Section A contains 
question regarding personal background, Section B is on Work Engagement, Section 
C about Perceived Organizational Support, Section D related with Perceived 
Organizational Support and Section E covers Self-efficacy. 
Your responses will be highly confidential and the responses will only be used for 
research purpose. Your participation represents a valuable contribution to research, 
and I thank you again for your cooperation. 
Yours Sincerely, 
Eairween Anak Gayan 
Master in Human Resource Management 





Section A: Personal Background 
Instruction: The questions below are concerning yourself and your employment 
information. Please answer each question by filling in the required information or 
tick (√ ). 
 
1. Gender  
Male (     )  Female (     ) 
2. Age  
20 – 25 years old (     )  36 – 40 years old     (     ) 
26 – 30 years old (     )  Above 40 years old (     ) 
31 – 30 years old (     ) 
3. Marital Status 
Single (     )  Married  (     ) 
4. Position Level in University 
Lecturer (     )    Senior Lecturer (     ) 
Associate Professor (     )  Professor (     ) 
5. Division of School 
School of Accountancy (     )   
School of Business Management (     ) 
School of Technology Management and Logistic (     ) 
School of Economic, Finance and Banking (     ) 
Islamic Business School   
6. Length of services in University 
Less than 1 year (     )  1 – 4 years (     ) 
5 -9 years (     )  More than 10 years (     ) 
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7. Ethnic Background 
Malay (     )  Chinese (     ) 
Indian (     )  Others: Please specify ________________ 
 
Section B: Work Engagement 
Instruction: For each statement circle () the number that reflects that response that 
best describes your work engagement according to scale below. 
1: Strongly Disagree 2: Disagree 3: Neutral 4: Agree  5: Strongly Agree 
No. Work Engagement 
1 At work I have the opportunity to do what I do best 
every day. 
1     2     3     4     5      
2 I know what is expected of me at work. 1     2     3     4     5      
3 University seems to care about me as an academic 
staff. 
1     2     3     4     5      
4 The University encourages my development. 1     2     3     4     5      
5 At work, my opinions seem to count. 1     2     3     4     5      
6 I have had opportunities at work to learn. 1     2     3     4     5      
7 My associates or fellow colleague are committed to 
doing quality work. 
1     2     3     4     5      
8 The University has talked to me about my progress. 1     2     3     4     5      









Section C: Perceived Organizational Culture 
Instruction: For each statement circle () the number that reflects that response that 
best describes your perceived organization culture according to scale below. 
1: Strongly Disagree 2: Disagree 3: Neutral 4: Agree  5: Strongly Agree 
No. Involvement 
1 Academic staff given opportunity in giving various 
ideas and suggestions. 
1     2     3     4     5      
2 University organization culture encourages staff 
involvement in doing their work. 
1     2     3     4     5      
3 University organization culture unite academic staff to 
work further effectively. 
1     2     3     4     5      
 Communication  
4 University goals are clearly communicated to the 
academic staff. 
1     2     3     4     5      
5 There is effective communication between academic 
staff and University management. 
1     2     3     4     5      
6 University strives to help academic staff regarding 
their duties. 
1     2     3     4     5      
 Learning 
7 There is knowledge sharing among academic staff. 1     2     3     4     5      
8 The university environment encourages skills 
development among academic staff. 
1     2     3     4     5      
9 The University management invest largely into 
knowledge and skill acquisition of academic staff. 




Section D: Perceived Organizational Support 
Instruction: For each statement circle () the number that reflects that response that 
best describes your perceived organizational support according to scale below. 
1: Strongly Disagree   2: Disagree 3: Neutral 4: Agree  5: Strongly Agree 
 
No. Perceived Organizational Support 
1 The University values my contribution to its well-being.
  
1     2     3     4     5      
2 The University strongly considers my goals and values. 1     2     3     4     5      
3 The University really care about my well-being. 1     2     3     4     5      
4 The University is willing to extend itself in order to help 
me perform my job to the best of my ability. 
1     2     3     4     5      
5 The University tries to make my jobs as interesting as 
possible. 
1     2     3     4     5    
6 The University take pride in my accomplishments at 
work. 
1     2     3     4     5      
7 The University shows much concern for me. 1     2     3     4     5      













Section E: Self-Efficacy 
Instruction: For each statement circle () the number that reflects that response that 
best describes your self-efficacy according to scale below. 
1: Strongly Disagree   2: Disagree 3: Neutral 4: Agree  5: Strongly Agree 
No. Self-Efficacy 
1 I will be able to achieve most of the goals that I have set 
for myself. 
1     2     3     4     5      
2 When facing difficult tasks, I am certain that I will 
accomplish them. 
1     2     3     4     5      
3 In general, I think that I can obtain outcomes that are 
important to me. 
1     2     3     4     5      
4 I believe I can succeed at most any endeavour to which 
I set my mind. 
1     2     3     4     5      
5 I will be able to successfully overcome many 
challenges. 
1     2     3     4     5      
6 I am confident that I can perform effectively on many 
different tasks. 
1     2     3     4     5      
7 Compared to other people, I can do most tasks very 
well. 
1     2     3     4     5      













APPENDIX B: SPSS OUTPUT 
Gender of Respondent 
 
 Frequency Percent Valid Percent Cumulative Percent 
Valid Male 72 35.5 35.5 35.5 
Female 131 64.5 64.5 100.0 




Age of Respondent 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 31-35 years old 4 2.0 2.0 2.0 
36-40 years old 27 13.3 13.3 15.3 
41-45 years old 70 34.5 34.5 49.8 
Above 46 years old 102 50.2 50.2 100.0 




Marital Status of Respondent 
 Frequency Percent Valid Percent Cumulative Percent 
Valid Single 21 10.3 10.3 10.3 
Married 182 89.7 89.7 100.0 




Position Level in University of Respondent 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Lecturer 40 19.7 19.7 19.7 
Senior Lecturer 119 58.6 58.6 78.3 
Associate Professor 42 20.7 20.7 99.0 
Professor 2 1.0 1.0 100.0 
Total 203 100.0 100.0  
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Division of School Respondent 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid School of Accountancy 53 26.1 26.1 26.1 
Islamic Business School 21 10.3 10.3 58.6 
School of Technology 
Management and Logistic 
21 10.3 10.3 58.6 
School of Economic, Finance 
and Banking 
55 27.1 27.1 73.9 
School of Business 
Management 
53 26.1 26.1 100.0 




Length of Services in University of Respondent 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1-4 years 2 1.0 1.0 1.0 
5-9 years 31 15.3 15.3 16.3 
More than 10 years 170 83.7 83.7 100.0 




Etnic Background of Respondent 
 
 Frequency Percent Valid Percent Cumulative Percent 
Valid Malay 188 92.6 92.6 92.6 
Chinese 10 4.9 4.9 97.5 
Indian 5 2.5 2.5 100.0 










 WE POC POS SE 
WE Pearson Correlation 1 .559** .349** .210** 
Sig. (2-tailed)  .000 .000 .003 
N 203 203 203 203 
POC Pearson Correlation .559** 1 .275** .179* 
Sig. (2-tailed) .000  .000 .011 
N 203 203 203 203 
POS Pearson Correlation .349** .275** 1 .044 
Sig. (2-tailed) .000 .000  .529 
N 203 203 203 203 
SE Pearson Correlation .210** .179* .044 1 
Sig. (2-tailed) .003 .011 .529  
N 203 203 203 203 
**. Correlation is significant at the 0.01 level (2-tailed). 





Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 
1 .606a .367 .357 .32415 









t Sig. B Std. Error Beta 
1 (Constant) 1.364 .279  4.895 .000 
POC .393 .049 .480 8.056 .000 
POS .160 .044 .213 3.622 .000 
SE .096 .048 .115 2.004 .046 
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